University of Mississippi

eGrove
Newsletters

American Institute of Certified Public
Accountants (AICPA) Historical Collection

11-1998

Members in Finance and Accounting, November 1998
American Institute of Certified Public Accountants (AICPA)

Follow this and additional works at: https://egrove.olemiss.edu/aicpa_news
Part of the Accounting Commons

Members in

Fi nance

and Accounting
November 1998

Getting the Word Out About Y2k
By Sandi Smith
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Any Y2k project should include a large com
ponent that involves communications plan
ning and actions. Just about everyone with
any relationship to the company will be
receiving a letter or will be involved in some
way with communications.
One of the first steps of a project should
be to make sure employees know what’s
going on. In 1997, when I was writing the
Solving the Year 2000 Dilemma book, I inter
viewed a number of employees and had to
define to many of them what y2k was.
Needless to say, it doesn’t make your com
pany look very smart if a reporter, customer,
or shareholder calls and your employee says,
“What’s y2k?” Employee training is essential,
and I recommend including every employee,
from boardroom to mailroom, in the y2k
training. The training should answer
questions such as,

• What is y2k?
• Will the employee’s job be differ
ent?
• Will there be new responsibilities?
• Is the company handling the problem?
• If calls are received, whom should the
employee forward them to?
• If the employee has questions, whom can
he/she call?
Likewise, executives should be trained
too, but on different points, such as the eco
nomic and strategic impacts, the company’s
risk areas, how to manage the project and how
to keep up with current events.
Internal training is just the start of y2k
communications. Customers must be notified
next. A letter should be sent to all customers
stating that the problem is real and stating
what steps they should follow to remediate

their systems. Think of the consequences of
not sending that letter. Will you receive a call
on 1/1/00 saying “Why didn’t you tell me?”
What about your revenue stream? A small but
significant percentage of businesses is esti
mated to go bankrupt from y2k according to
expert Capers Jones. I am keeping tabs on my
major clients and encouraging them to keep
up with their project efforts.
Compliance letters have become a frus
trating component of y2k for many people.
No doubt you have had customers or vendors
asking whether your company will be compli
ant. I do not give advice on these letters. As a
matter of fact, I run from them. Lawyers that
are competent in y2k matters can handle this
aspect of y2k better than accountants can, I
feel, and I can give you several recommenda
tions if you need them.
Still, compliance letters, which
are letters asking vendors, landlords,
and suppliers whether a part, system,
or their company will be y2k-ready,
are a good idea in many cases. The let
ters and their responses should be tracked in a
log. More letters should be sent if the first
batch does not receive a reply, and this should
continue up to three times.
Replies should be analyzed and compared
with information gathered in phone calls and
from Web visits to help the company deter
mine the best option for a particular system.
Letters should be kept short to improve
the chances of a response and should basically
ask if the item is compliant, if not, if there is
an upgrade or substitute, and if so, what the
cost of the upgrade is.
When working with business partners
that electronically interface with the company,
communications are critical in order to plan,
continued on page E2
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execute, and test the compliance of the interfaces. This relationship
can start with a letter or phone call, but should end up with a team
member from each company coordinating the detailed tasks that are
involved in y2k remediation.
The y2k project team will need a way to communicate with the
executive steering committee and the project status report and peri
odic meetings are good ways to accomplish this. The meeting and
the report are essential elements to ensure the project is progressing
on schedule. If it is not, then communications to clear hurdles and
obstacles and possibly hire more team members should be put in
place. A good executive sponsor should be in touch with the project
manager at least daily.
During January and throughout critical times in 2000, an emer
gency communications plan may need to be put in place. The pro
ject team should be able to reach executives quickly, via beeper or
cell phone, when decisions must be made on the spot. Extra staff

might be needed on help lines in January and March (leap year).
This communications planning should be part of the crisis or con
tingency plan for the y2k project.
A good communications plan is another key building block in a
well-managed y2k project. Pass the word around to your y2k team.

Sandi Smith, CPA, MBA, CMA, CDP, is based in Dallas,
Texas and offers technology consulting and training to busi
nesses around the globe. Sandi speaks frequently around the
country, has authored books, videos, computer-based train
ing courses, television segments, articles, and instructor-led
courses on the year 2000 topic. Check out her new y2k prac
tice aid designed to quick-start CPAs that wish to consult on
y2k at http://www.sandismith.com.

Message from New Chair, an Industry Member
I wanted to introduce myself with this special note to members j Committee as well as being involved in other capacities, this
in Business & Industry. I am excited about being the
certainly is a unique opportunity.
first chair of the AICPA Board of Directors from the
Please feel free to drop me a note with your
business and industry member segment. While my introducing. thoughts or any comments by e-mailing okirtley@
service to the profession goes back a long time, havvacorp.com.
ing been a member of the Business & Industry Executive
Hope to hear from you!

Building a Data Warehouse
Coupled with the challenge of monitoring the financial aspects of
managing a business, keeping existing customers happy and attract
ing new ones are some of the biggest challenges in today’s dynamic
and competitive business environment. The data warehouse pro
vides an opportunity to isolate and analyze customer, product, and
financial data with the objective of customizing marketing pro
grams, streamlining financial processes, and making key decisions
based on sound operating performance information.
Organizations continually seek new ways to achieve sustainable
competitive advantage and to counter aggressive competition. Today’s
business leaders are looking for meaningful answers to difficult, com
plex questions that directly impact on their ability to compete. To
assemble this critical information quickly, many companies are estab
lishing decision support systems built around a data warehouse.
Traditional operational systems are very good at putting data

into databases quickly, safely, and efficiently, but are not very good
at delivering meaningful analysis in return. The process of “data
warehousing,” however, is extremely good at taking information
from business transactions, storing it where anyone who needs it
can get it, and providing users with the tools needed to analyze the
data and, thus, make better business decisions. The data warehouse
is also extremely adept at consolidating data from the wide variety
of other analytical systems already in place in many organizations.
The data warehouse can become the nucleus of an organiza
tion’s competitive intelligence arsenal and provides a means for
generating answers to questions that are key to managing the busi
ness. It enables the analysis of business behavior, trends, and
changes in data over time. It offers data timeliness, consistency, and
comparability. It facilitates the process of turning data into business
intelligence information.
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Ever decreasing costs of technology, in particular storage
devices, coupled with dramatically improved hardware and soft
ware price/performance make the decision to embark on a data
warehousing initiative palatable. Also, as the number of query,
modeling, analytical, and other business intelligence tools has
grown exponentially in the past few years, these products are now
easy to use, easy to install, and suited for the typical business user.
The result is a release of pent up demand for business
analysis capabilities never seen before.
However, perhaps the strongest impetus is com
ing from corporate priorities and strategies that
demand recognition and analysis of opportunities and
threats, greater awareness of competitive situations,
decisions that are based on relevant and timely infor
mation, and, last but not least, an unfiltered and unbiased assess
ment of the organization’s relative position.
The goal of a data warehousing system is to facilitate or
enable the analysis of business behavior by business users. The
overall objectives of a data warehousing system are to:
• ensure accurate, high-quality data, that are pertinent to the deci
sion-making processes of the enterprise
• provide a consistent and integrated view of enterprise data
• provide easy access to data

provide timely access to data through fast automated data gath
ering and delivery
empower business users through a friendly, effective access
interface
provide flexibility to grow with and adapt to changing business
requirements
This Guideline provides practical advice for identifying the:
key characteristics of a data warehouse
reasons why businesses should implement a data
warehouse
key data warehousing technologies
planning of a data warehousing initiative
issues involved in designing, developing, imple
menting and administering a data warehouse
• role of the management accountant in developing a data ware
housing system
Building a Data Warehouse (Management Accounting
Guideline #48) is available individually from the AICPA (No.
028976CLC11) or as a part of The New Finance: A Handbook of
Business Management (No. 028900CLC11).

now
available
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Strategies for Retaining Key Employees
A recent Conference Board (HR Executive Review) survey of 114
senior human resource (HR) executives in major corporations and
other organizations disclosed that 90% of respondents were experi
encing significant turnover in certain parts of their businesses. Most
of the HR executives acknowledged that the situation had grown
worse in the past three years, but they were optimistic as to their
ability to meet this challenge. Participants agreed that retention
problems have to be anticipated and that responding to them is not
good enough.
Retaining key employees requires considering conditions
not only in the external market, but also within the workplace.
Once a company has identified its most valuable resources,
proactive strategies must be devised to ensure the retention of
key personnel.
Unwanted Turnover—Although shortages in the labor market
are contributing to pockets of high turnover, more than one-half of
the participants saw uncertainties in their own work environments
as a more significant issue. Job retention was often found to be
related to organizational turmoil. The top three disturbances in the
workplace cited by HR executives are: (1) uncertain work environ
ment) i.e., downsizing, mergers and acquisitions), (2) limited career
opportunities and (3) insufficient attention to nonmonetary
rewards/recognition.
Retention of Top Talent—When retention problems come up
for discussion, money always seems to be the immediate answer.
Almost 90% of the respondents used some form of compensation in
the last three years as a retention incentive. Retention bonuses,

lump-sum bonuses and long-term incentives (e.g., stock options) are
common forms of such compensation. Often, however, money is
not the reason for an employee’s dissatisfaction.
Strategies—Few companies have a single strategy specifically
directed toward retention of key individuals or key groups of
employees, relying instead on stop-gap measures. Sixty-five percent
of those surveyed believed their companies need to improve their
strategies and adopt a more proactive approach. Among the respon
dents’ suggestions for developing a stronger, more proactive and
comprehensive retention strategy are the following:
• have a system in place for identifying key individuals who make
significant contributions to the organization
• take a long-term view in the selection of new employees and how
they will integrate with the organization and its values
• promote the organization internally to generate employee pride in
affiliation (“career branding”)
• focus on retention incentives that go beyond compensation, with
special emphasis on career opportunities and development pro
grams
• develop and refine measures that provide early-warning signals
about potential retention problems
An effective retention strategy also must be flexible enough to
accommodate different types of incentives for recognizing the value
of key company resources while, at the same time, not downgrading
good performance by others.
This article was reprinted with permission from the Deloitte &
Touche Review September 14, 1998.
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Resumes that Will Not Get You Hired
Can a resume be funnier than a comedy routine? It can if the person
creating it isn’t careful and logical about presenting his or her cre
dentials and experience. Robert Half, the founder of Robert Half
International and Accountemps, collects bloopers from resumes, job
applications and cover letters. These examples emphasize the
importance of careful preparation at every stage of the job search
process. Items from Half’s collection include:

•
•
•
•
•

“Please note that I have a Fortune 500 pedigree.”
“I have worked in a fairy wide range of industries.”
“Worked in hospital as candy streper.”
“Great eye for derail.”
“I have mroe than 15 years experience in writing and editing.”

“Education: Valid Florida state driver’s license.”
“My weakness is that I may be too successful.”
“I have mobile living equipment and can live on-site if needed.”
“I don’t usually answer ads for lower positions but felt compelled
to share my background with you.”
• “Education: Some.”

•
•
•
•

Candidates should ask colleagues, friends and family members
to review job-search materials to spot not only grammatical and
typographical mistakes, but also ambiguous words and phrases,”
suggests Taylor. Another set of eyes might have prevented job seek
ers from sending these wrong messages:
“Let me treat you to an overview of my track record.”
“Responsible for all customer complaints.”
“Despite my role as manager, I was involved in execution.”
“Without any family, I can work for you on short notice.”
“I am not afraid to fail due to my extensive experience.”
“Reason for leaving: They said it was a cost-cutting measure
but from numerous sources, I know differently. I’ll explain in
person.”
• “I am great at managing and seeing through projects.”
• “Work as waiter at a restaurant; adept at maintaining a conversa
tion with little or no response.”

Lynn Taylor, vice president and director of research at
Accountemps, a temporary service for accounting, finance and
bookkeeping professionals, warns candidates against including
irrelevant or inappropriate information on their resumes. Some
examples:

•
•
•
•
•
•

“I have incredibly entertaining hair.”
“I am accustomed to being in the hot seat.”
“I know all about the ‘i’ before ‘e’ except after ‘c’ thing.”
“My work costs much more than I do.”
“Education: Married junior year at University of Florida, twins
10 months later.”
• “Participated in social ostracism study.”
• “Single-handedly nabbed a group of shoplifters.”

Taylor advises applicants to proofread their resumes and cover
letters carefully. “The computer spell-check function is helpful, but
it won’t catch words that are misused.”

•
•
•
•
•

Industry Members for Short-Term Task Forces Needed
The AICPA Business and Industry Executive Committee is looking
for members in industry to serve on short-term task forces focused
on specific management accounting concepts and practices. These
task forces, which will be active for up to six months, will play an
advisory role in developing management accounting guidelines in
conjunction with the Society of Management Accountants of
Canada and other organizations. Members with solid experience in
one of the following topics are needed:

•
•
•

customer profitability analysis
implementing a knowledge management strategy
implementing an enterprise resource planning (ERP) system:
integration and application

• revenue chain analysis
• ABM/ABB (emphasis on related implementation best practices
since our last MAGs on ABC
• measuring performance using a balanced scorecard
• agility transformation: a focus on responsiveness
• theory of constraints and implications for management
accounting
Involvement in the task force includes reviewing outlines and
manuscripts and providing comments based on experience. Travel
may be required and would be fully reimbursed. More information
and a nomination form are available from our Fax Hotline:
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